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Underlying Assump%io s

As we have gtated previously, the Process-Outcome Model (POM) is essentially

’

a competency ﬁ;sed model of student persomnel education. The bas}c assumption

behind any competency-based model is that skills can be léarned, demonstrated,
4 = . .

and measured. In addition, such a model assumes that all‘learning 'is individual

(even if the individual is part of a learning team) and that the learner is goal-
g . h

+

oriented. In seeking.to implement The Pféeess-Outeome Model in Ed 619C, we are

4

also making the following ‘assumptions:

- ~

1. Didactic and'experiential knowledge are necessary components for

adequate preparation, - Foo ¢
& .
. , . ; -
2. The learning experiences must approximate &s.closely as possible the

A

“"real world" experiences student develppmept specialists face.

3, To be an effective student/human development specialist Fequires '
' L :

knowledge in the areas of human development, person and environzent

interaction,. higher education, and developmental intervention strategies.

Characteristiecs of the Process-Outcome Model -

An essential characberistic of POM is that the learner should be provided

with a statement of the t?rminal erformqncé‘objectives, so that s/he may know

what is expécted as an end prod ct of the‘learning experience. The terminal ,

A -

\

learners, taking into account fﬁeir accumulated experiences, dogree of quievement,

and rate and style of learning: - - ' ' ¢ ) ¥

[ 2%

* See Appendix A
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Third, a well designed application of POM will provide opportunities for

A}

. learners to pursue their own goals in addition to basic course requirements.

Fourth, the-learning experience should be designed so that responsibility

.

is shared by all involved in the learners' education.
Fifth, provision should be made for continuous evalnstion of the learning

experience, X

' ¥
.

The Process-Outcome Model Applied to Education 619C

POM, like most program models, has three basic components: a) Input,
b) Process, %gd e) dutput or Outcome. Input involves relevant sources fed into
the system that'dnfluence and pffect the system. Process deals‘direetly‘with the
stages or sequences involyed in'mhe learning process. The Outcome i the finished
product or consequence of the process. There shdéuld also be a built-in mechanism

& "‘. . .
for.continuous eyaluation and revision of the system. Figure 1 schematically .

‘ represents this model as applied to thls seminar.’

°

Sourcés of Input

Input to course (1.0). This model identifies five important sources'that

\

affect the planning.énd implementation of the constanp experiences in which all

enrollees in Educatlon 619C would normally engege-
. l.l ) Prior structure -~ the knowledge, sk:lls,‘and s lf-understandlng
usually provideq in Educatlon 619C as it has been offered in the past.
1.2 COSPA document - "Student Development Services in Higher Education,"
a paper by the Commission on Profegsional Development of the CounC1l of
Student Perqonnel Assoclation in Higher Educatlon (COSPA), July, 1972,
) (rev;sed in 1973), prov~des the model. wh1ch is qt the Heart of the Process;

Outsome'Model, and represents the most complete effort to date of specifylng

the cllentele, ‘the competencies, and the functlons of the student development

kN . . |

w speciallst. | R




A Schematic of the Process-Outcome Model Apllied to Educationg£519C

.2
“

Figure 1
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1.3 ° Job requirements - the aptual and forecasted position duties and
responsibilities of student development 8peéialists in higﬁer education.

*. 1.4 1Issues and developments -- current areas of interest and concern
. ! ?
s

as highlighted in the professional literature and at professional gonventionh.

1 » ‘

1.5 Environmental and institutional constraints - the limitations under
wh{ch we operate.in prov{ding this seminar, including budgetary constraints,

lack of release time for seminar planning, and physical facilities.

Input from individual (5.0). Individuals entering this seminar provide
valuable information regarding their unique accumulated experiencegs and their

preferences for instryctional format. Utilizing such input makes it possible

to modify the seminar for%gt to meet more fully student needs and interests.
A;sess Q;ograggznput (2.0). Ag ; resglt of assessing input from these

various sources, the instructor(s) and students alike are in’a better position -

to structure the learning experiences\in a manner designed:to provide maximum

freedom within responsible constraints. o "/p

Identify course goals (3.0). If the model was follpwed in a pure fgshion,
course goals would not be éstablished until after the'information gaﬁhering and
assessment stages were completed in entirety.. However, to g;in‘the approval of
the Departmént of Education's Graduate Committee for considering this course as
a:F;undation course for the area of psychq}ogical foundgtions, it was‘ﬁecessary
to establish some goais prior to tﬁe input of individualg enrolling this seﬁester
(5.0). -In keeping with the Proéesq-Outcome Model, course goals should be con=-

structed in the areas of: 3,1 =~ Skills and Techniques; 3.2 =-- Substantive

Knowledge; and 3.3 -- Personal Growth and Awareness. Per the COS8PA recommendation

regarding the essential skills of a student development specialist, it is the goal

of this seminar to assist each individual in the‘development of skills and tech-

-

U .
nidaes in the asreas of’ goal setting, assessment, and change processes. The fgur

- .o

0 ' ' ‘_/




the~college years), person and environment interaction, the
¢ ) N
milieu, and developmental intervention strategies. The

&

sonal growth and awareness relate primarily to the dimen-

.as it relatesy
“\ ¥

higher edncatio

coursg goals for

[ 2

sions of increased :slthlty to one!s own learning style, and the ‘comparison

‘tﬁ
and contrast of one' s developnent to ‘the developmental models portrayed in
" the literaturé. ] 23 o ' . .
// '.9«' “"\% \} N o
Plan constant experiences 4 0. The éxperiences which each Education 619C
’sg -

seminar,participant has been =~ and/or will be - involved in.are as follows:

examlnation of learning style, exposure to the procees-outcome model, %fposure
ot ‘ : - ®
to Education and Identity, minipaper on sglf-development compared to Chickering's

vectors, contracting for.one's own learning&self~evaluation, and instructor

SN
\] - 1]
evaluation.
¢

Assess )nd191dual input (6.0); identifv ird:vmdual goals (7.0); and plan,

individual experiences (8.0). thle it is the instructors' responsibility to

o

assess individual input, the process of identifying individual goals and plan-
Ay . . > - \ X :
ning individual experiences is primarily the responsibility of each learner.

e

The instructors‘ are more than w1lling and ready to assist and collaborate in
@-
this process, however, if the learner deeires guch a351stance/collaboration. ,

[ 4 =

Develop educational contract (9,0). This actiwitj® is seen to be at the

heart of this learning model and, as -such, s hould be described'in some detail. -
.

- The necessity for sequentially identifying your jndividual goals for the course
" (7.0), and planning your indiVidual experiences (8 0) as a result of these goals
cannot, we feel be overemphasized. We would be highly disappointed if your
learning contract failed to reflect you and your needs and only reflected our

o
goals for youz In line, with this, we would suggest the following process:

" a) Review the CO$PA document as well as the objectives and subject matter

for this cburse as specified herein. Consider the areas.which seem particularly

<

-
e

°

K




relevant to you and your needs &g yow pgrceive them,

b) Considering your individual goals and the material mentioned in(s), \

i

se%ect the area(s) you wish to pursue in gome depth, identify the problem(s) -

on which you would like to work, identify a project you would like to de=-

velop, etc. ' ' ’

¢) Through consultation with the instructor(s), identify the steps you will
need to take and the procedures you will need to use to dccomplish your
goals. Your end goal(s) should be defined wlth sufficient specificity that

both you and the instructor(s)vyill,be ableltq tell when you nave attalned

™

said goal(s).: ’ , ) o
In line with (b) above, you may choose to develop one broad or overall:

contract which will meet all of the course objectives (as well ‘as your own),

or, you may choose to develop several contracts during the semester which will

cumlatively meet the objectives. In either case,'your contract should be de-

signed in such a way'fhat progress toward your goals can be observed and demori-

strated periodicallyJ ’Contracts are open for renegotiation at any time!
\. ’

One item is not negotlable, and that is that all contracts~are to be com~-

pleted by the ‘end of the]semester (meening the scheduled §1me of the final for.

this co )s

4

You may choose to coilabbrate with other learners and develop projécts
& . .
which call for worklng in groups for part or all of the learning experlence.

. Individual contracts wlll atlll be required, however, speclfylng the share of

he group work load that each Jearner will be assuming.

Implement expeplence (10 0). Once your contract has Been negotlated with

kY
Y

the instructor(s), proceed %o, g;plement your planned experiences.

Assess outcomes of exp ce (11.0). An evaluation of each experience is

e

obtained after the designated ‘task is completed (11l. 1) This assessment, primarily

s

¢ ..

ES
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from the ledrners but alsqQ from the 1nstructor(s), is then fed back to the current-

LI +

and pr}gi course informatlon bank- (1,1) for use by the instructor(s) in shapang
-
future courses, and by future learners in preparing their learning experiences.

o N N
‘An assessment of individual performance is conducted next (11.2). The criteria

for thls assessment w111 have been establlshed in the learnlng contrgwt (9.0).

If the contract is sequentlal, acéeptable completlon of one aspect 81gnals ‘the

entry into the next learning experience and phases 10,0 and 11,0 are repeated

’ for the nex§ modute, . - : e

- -

Deveiab alterpative learningAexperlence (12.0). If the performance is un~

AN

A
acceptable,xthe instructor(s) and student will determine whether it is mest ad-

\ B »
visable ‘to repeat gspec of the learning experience to bring the performance to

@

T accéptao;e standards (broken line from 11.2 to 10.0), or to "develop an-alternative

v
3 ., 3
\

learning experience (12.0.td 10.0). . 2 '

B

Détermine -if contract completed (13.0). After the learnirdg experience is

snccessfully completed, the instructor(s) and .the learner determine whether or

Y

not all aspeqts of their contract (all terms) have'been met. If contnacts have

not been completed the learner recycles to another ledrning experlence. This

' recycllng continues until all conditions of the contract o fulfll;ed .

b“

Akput/butcome L

Termlnate contract (14%,0). If for some reason a student is unaple to

v

'complete_his or her contract, university regulations regarding withdrawal from

)

a course and/or unsatisfactory'completion of a course come into effect and the

»

instructor(s) and thé student will collaborate on whether or not a grade‘is

called for and, if so, what that grade should’be. ‘ v

-

Award grade (15 0). At the end of the semester, each student wlll submlt .

to the instructor(s) the grade s/he feels 8/he has earned for the. course.«Each

'student will also describe the criteria s/he used in determining this grade.

\




_— 8

The instructors will also assess the overall performance of each student, using

3 . . -

the criteria specified below. If the instructor(s) feel that a discrepancy ex<
ists between the learner's éelf-assessment and their assessment, an attempt will

’be made to feach a mutually acceptable solution through a process of negotiation

s

It should Qe p01nted out that by university stlpulatlon, the final respon31b1’1ty

. for recording and submitting grades rests with Bill. This is not stated as a

<

threat but as a 'fact of 1ife in this sSystem.

The triteria which the instructors will use in their assessment include:
, — )1
a) -~ quality of performance on the learning contracts.

+
o

b) - active and informed participation irt class discussion when such

behavior is called for as part of the "constant experiences" (4.0).

,c) <= commitment to personal and professional develbpment as evidenced in

- the 1learning contracts and inveetment in the 8elf-€irected learning experience:
d) -- receptivity to providing and receiving feedback. ‘ '
) Additional statementéﬂregarding theainstructors' biases and perapect@gee on what ’
constitutes a seminar are contained in Appendix C. R

’

- Conglusion j : .

We trust this document, and the systematic model which it describes, will

help to clarify where we are coming, from and where we wish you and the seminar

to be heeded. We also trust that it will help to begin to alleviate some of the :

_frustration and confusion which you have cardidly and rightfully expressed re-
_garding our intent. We don't expect it to answer all your questions, but we hope

- it will'érovide a basis f6r informed intevaction. )
L 4 .3 ¢
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M ’ ' Appendix A
Outcome Objectives

’

3.1 Skills & Techniques
Be able to assess the impact of college enviropments on student development..

Be able to assess the current developmental. status and néeds of students within
higher %education settings.

" Be able to set goals. for student development within higher education settings.

°

Be able to facilitate student development by applying various change proéesses
at all levels (individual, group, and organization) of higher education systems.

'

Be able to evaluate programs in higher eﬂucation in term$ of their impact on student

development. .

Be able to effectively communicate your ideas. ‘ . “

-

Be able to formulate éimp]e learning contracts which take into account different
student learning variables. . o .

\ -

3.3 Personal.Awareness & Growth .

Take an active role in directing your own learning experiences within this course.

Examine your own development in térms of theories and principles of human
development. ’ +

®
i}

Demonstrate an opeﬁness to both giving and réceiving honest feedback.

e d
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Substantive Knowledge

°

- v

developmental pr1nc1p1es i —
. epigenetic patterns (tasks and/or stages)
hierarchy of needs e e _
existential view of development
challenge - response model = - . .

- models of optimum development

universal and idiosyncratic aspects
- o .
. 4 ,, *

relationship between individual deve]opment and env1ronment,

s1tuat1ona] potential .
: opportun1ty/support/reward structures
psychoeco]ogy
results of research on 1mpact of college dn students

.

. Lo, .
.. what is a college/university

educational system )

Egﬁ what is higher education

educatiop for what » — ,

social dnstitution
social system

». Subcultures- ,
organization ,
phys1£a1 environment . .
assess1ng the environment ' .

\

developmental interventions
development vs. adjustment
student development programs

psychoecology .,

organizational change and deve]opment .
human development programs

Appendix B ‘

<t
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We view a seminar as a group.of ipeople coming fogether with a deep, mutual
interest in learning about some subjz'ﬁ;. Participants engage in both individual
. and group activities, ' Each member hasivoice in determining what goes on in the:
seminar. _Everyone participates actively dnd enthusiastically. There is free, open,
and..spontaneous exchange and discussion of ideas, Each participant is assumed to
be self-motivated and self~directed with re§8rd to her/his own learning. Each
person is interested in facilitating the learning of the other participants, and
_each member..of. the Seminar. functions as a resource person for the others. A sense
. » of community develops, and participdnts are treated as whole human beings.
s = Ay Tl L At e ]
= :?f'70:b§ most effective .as.a.facilitdtive learning‘environment, a seminar requires
a climate of mutual trust and respect. “Cooperation rather than competition.is
the norm. . Mutual goal setting preyails in_group activities. Pdrticipants expend
. energy and take risks in their. own behalf, and everyone endeavors to be responsive
*to the others. "Seminar members provide each other with, frequent feedback.

LI SR S

When we reflect on our own desired roles in this course, the words which come
to mind are consultant, facilitator, and resource person. Ve urge you to make use .
of us as such. We are deeply committed to endeavoring to individualize and humanize .
this learning experience. Within the limits of this course, we hope to maximize your
freedom to learn:-.Qur intention is to provide a learner-centergd (rather than )
instructor-centered)..learning experience. The outcome objectives are provided not S
as, impositions on your Yearning but,as -guides for directing your learning”and develop~—_ - °
ment as professionals.-—_ - ) \ : L T mTE

T oeeve =T
N .

< * ‘ LS s e s
-

?

4 _HWe have set some rather ambitious and" idealistic goals for you and for us.
We urgé you to hold us accountabte for our goals ,and principles. Do not hesitate
to Share with us your reactions to us and to the course. “We, too, expect to learn
and-to grow through this.experiénce. ' . :

,,
%
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SPEdPOM

« Purdue Unijversity
Counseling and Personnel Services
2/75 . ‘

NUMBERING KEY

I. Consulting/Counseling Mode
11. Teaching Mode

III. Administrative Mode
IV. . Intra-and Inter-personal Awareness Mode

---.A- Diaghosis and Assessment Competéncy
---,B- Goal Settitng Competency

---.C-- Facilitation of Change Combetency

-——.-1 Institution as clientele
---.-2 Group as clientele
---.=3 Individual as clientele

-

D

;n,ﬁ\ ) . o ) K .
~.- The-final "0" after each module number is to indicate one of the original basal
v omodyles. -As.students choose to develop their own modules, a master file of

possibl& madules will be maintained and supplemented. These will then be
“numbered with successive numbers*greater than zero.

’

- v
. P
PR v . .
- 4 - P
T~ el L
L~ - .
- g N P
-~ ",) ~ ‘

- The value of such a numbe;agystem is that it makes it easy for a ‘student'to
. single out those modules on which he-wants to work. [If a person wants’tor
specialize in the administrative mode; for example,”he could elect’ to do a
majority of III.--- modules. A performance criterid for mastery in ¢erms of
number of modules completed pgrwcompetensy,aréa W?B;g'neegytﬁ be detér@fned}
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A e 4 s ) PROROSED STUDENT. PERSONNEL - WORK °
| o )/[' ‘ ] . . COMPETENCIES
jlv‘ ‘..: / % "&' . ! . . : " . . .
-yuvcwmwmwmummm- R T
. A D1agnos1s and Assessment - '
, "’_;1. Infstitution: analyzing ex1st1ng institutiopal resources, needs,
/' .s7 .. structure, programs, and goa1s ' -

M. 2. Small group: _analyzing a group's power and leadership structure,

P 1nteract1gns, agendas, and members' skills and abilities
AR ,~.3. Individual: ana1yz1ng an 1nd1v1dua1 S development needs, resources

- o _ and goais. t . ,
v': I’ . i .’ ’-l . . o . - - &/ .
o BL ., Goa) “Setting’ -l :

SN "1, Institution: eliciting. spec1f1c 1nst1tut1ona1 objectives

- fy"':._ 2. Small group: ass1st1ng a group to arr1ve at a concensus in terms» e
AR fr’,,f,/o? goais s
e 1} {Ind1v1dua1 ) ass1st1ng an 1nd1v1dUa1 in, goa1 t]ar1f1cat1on O

<.

"~— ‘change . in stated’ institutional objectives ,

- - R Smali.group: a_g;ng the group- process.’and conflict resolution - , -
N+ . 3. Individual: at1Ve1y 1mp1ement1ng student«deve]opment and‘ ,{
o estab11sh1ng a productTve counse11ng re1ataonsh1p IS

N N N T
oo - - . —

. M. TEA\HING MODE

Ve
~

A, D1agnos1s and Assessment '
. Institution: re1at1ng a knowledge of American h1gher educat1dn

ERTRN . \ *to an ‘institution's objectives .
R 2. Small group: using a knowledge of group dynam1cs to ass1st a ‘o ;
\Q\k R "\ Teader in analysis of a group \
\{>:\\ _3\\Ind1v1dua1 Teaching others to construct and ut111ze too]s and
s \\é\\\\ n§¥:;rques of assessment. o S ~
S U0, GoalSetting, ‘“4;6;/ \ R o

. o ». 1. Institution: prepar1ng for- 1nst1tutiona1 1eaders demonstration

N\ of- the process. by which 1nst1tut10na1 goa]s are t ns1ated into

N \qnstltut1ona1 action-

-‘SE 2. Small group: teaching the gga] sett1hg process to a sma]] group
. 3. Individual: demonstrating, ‘to -another individual, the process of

' 1nd1v1Hua1 counseling ™\ -.li.
G Fac111tat1on of Change '1 N ‘ )

. 1. Ins§§tﬂt1on communicating to institutional leaders the principles
s and strategies of large scale system change °

l"‘52. Smalk group: teaching strategies for conflict resolution to.

identified group’leaders
3. Individual: preparing training exper1ences based on pr1nc1p1es of

T'-%mhmumofmm¢~(,yvzf;"v-( CE L e
. Institution. : -intervening: in.a power.structure to’ encourage \’ RIS

sychNog ca1 e&catwn : - .

~-
-




N e - .
. . .
‘ ®
< - Y
. ‘ , -
- . -
v

. > ) "
III. ADMINISTRATIVE MODE
/ A. D1agnos1s and Assessment | g
R .- '1. Institution: identifying a feed-back and* commun1ca$1 ns system * .
R ] " for an institution g 4 .
Fe 2. Small group: investigating all aspects of the process by wh1ch
LS functions of an administrative unit are accomplishéd g
Lo S Individual: interviewing an individual to elicit appropr1ate and
e T e necessary 1nformat1on _ RE .
A0 7B Goal Sett1ng , ;
’ i 1. Institution: translating an institution's expressed goals into
behaviors and tasks appropr1ate to an administrative unit N
2. Small group: supervising a group in the process of determining h 3 -
objectives and plann1ng the means for attaining them
. 3. Individual: negotiating agreement with individuals regarding
. their goals and 1nst1tut1ona] expectations ; -~
2%+ C. Facilitation of Change ' . .

1. Institution: implementing stated goals through appropr1ate
allocation of resources
2. Small group: providing adm1n1strat1ve leadership to a group .
confronted with a mandate for change: -0
3. Individual: stimulating creativity and 1n1t1at1ve in an individual

A

Iv. INTRA-AND INTER-PERSONAL AWARENESS MODE

A. Diagnosis and Assessment

1. recognizing one's own strengths, 11m1tat ons, and interpersonal
impact

2. learning to give and receive feedback ‘

B. Goal Setting
* 1. determining a persona] philosophy
2. determining an ethical structure ,
3. developing a professional identity

C. Facilitation of Change
1. pursuing cognitive and affective sejf- deve]opment
2. becoming increasingly self directin o
3. developing an exper1menta] attitud¢ and a w1111ngness to take r1sks




SPEAPOM )

Purdue University

Counseling and Personnel Services
2/75

1/B/3°

’

SAMPLE MOBULE

’ .

(Consulting Mode/Goal Setting/Inde?Hha])

¢

‘1. Prerequisites: Basic counseling ski]]é and abilities to_interpré@"v
~ and translate:various vocational guidance instruments will* be
* required. (Grad II and Strong) ' C

-

Estimated Time: This will occur in apﬁroximate]y two to three months.

. ~Goal: The goal is to provide opportunities to assist individual
students in goal clarification, with regards to their vocations.
and desired employment. ~

Pre-assessment: A demonstration of ability to atminister and interpret
vocational guidance instruments will be conducted along with
proper counseling of students. '

Objectives: These include a demonstrated proficiency in interpreting
instruments and properly integrating the results with other
student information to help facilitate their selection of -
vocational goals. . .

Learning activities will include: = .

1. Actually taking the SVIB to better understand the mechanics.

2. Utilizing the Grad Il system in order to gain a total know-

ledge of the service it provides.

3. ‘Analyzing several students' results and discussing conclusions

with a qualified supervisor. .
4. Examining other aids employed by UPS in assisting students
in their goal setting; reference self knowledge and employment.

Post-assessment: Under.obééfvation, a student will-be carried through -
all phases of testipgﬁ consulting, and eventual soand goal
assessment; refefence future employment.

re

Remedial: . A'review‘_"T1 be made of all learning activities and, other
students will be'garried through the entire program.

‘y - . ) * %

Developed by Bi11 Ryan, Master's Degree Student, for Education 614, (Field
Experiep;e) in the University Placemént Serviqe,(UPS): January, 1975.

17
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